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[bookmark: _Toc470]ABSTRACT

In modern enterprise management, the salary system of employees is a very important incentive means. As an indispensable part of the salary system, employee welfare management has an irreplaceable role in salary. It is more to provide logistics support for employees' lives, and is a very important economic form to attract, stabilize and motivate employees. In recent years, although the welfare investment of different countries and enterprises has increased year by year, it has not achieved the expected effect. How to achieve a balance between meeting the welfare needs of employees and controlling costs is worthy of our in-depth study. 
This paper selects a small company engaged in coffee sales as the research object, summarizes the problems and causes of the company's existing welfare system, and puts forward reasonable suggestions in two approaches for the company's employee welfare system, which should be supported through Maslow Needs Model:
     Recommendation 1 - Company A should adopt flexible welfare plan, including the implement “self-service benefits” and the development of projects that coordinate the relationship between employees' work, body, mind and life, meanwhile establish the welfare cost constraint mechanism to estimate the largest and possible total welfare costs and the proportion of annual welfare costs to total wages through sales or profits, and then formulate corresponding welfare cost plans.
 Recommendation2 - Company A should improve employee communication participation. Managers in enterprises should make employees clearly understand the company's welfare plan, specific content and relevant management through welfare instructions, welfare manuals, small meetings and other methods, so that employees can fully understand their own benefits and how to use them. 

Key words: business management; employee welfare; Welfare system; Welfare optimization











Content


Abstract	I
1  Introduction	1
2  Organisational overview & Harvard model	2
3  Main discussion	3
（1） Attract excellent employees and improve work morale and cohesion	3
（2） An important means to retain talents	3
（3） Stimulate employees and improve economic benefits of enterprises	3
4  Conclusions	4
（1） Lack of fairness	4
（2） Welfare cost is too high	4
（3） The reward form is single, ignoring the internal reward	4
（4） Enterprises and employees have a confused understanding of welfare	4
5  Recommendations	5
（1） 20 Needs for Employee Benefits in Company A	5
（2） Implement "self-service benefits"	5
（3） Try "soft benefits"	5
（4） The establishment of the welfare cost constraint mechanism	5
（5） Improve employee communication participation	6
（6） Adopt flexible welfare plan	6
6  Reference list	7













[bookmark: _Toc28359][bookmark: _Toc12146][bookmark: _Toc9856]
1 Introduction
Employee welfare is also called labor welfare. It is the labor remuneration that the enterprise provides money, material objects and other benefits to the workers and their families in addition to wages and bonuses in order to meet the living needs of workers. It is an important part of the salary composition and an important supplement to the basic income. It is also an important link in the implementation of the comprehensive salary strategy by small and medium-sized enterprises(Gemma.2021). According to the survey statistics, the first factor that enterprises consider when designing employee benefits is cost. The proportion of factors aimed at motivating employees is low. At the same time, for the employees of enterprises, most of them think that monetary welfare treatment has a greater incentive effect, followed by physical welfare, while the legal welfare incentive is weak(ChuHsuan.2021). Of course, the welfare measures and benefits of employees in different regions and enterprises are different, but it is certain that welfare benefits are an incentive, and good welfare incentives will promote the future development of employees and enterprises.
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2 Organisational overview
Company A is a sales company, a small and medium-sized enterprise, with a total of 18 employees. Because of the small number of employees, the boss thinks it is better to manage, and assigns an employee to pay wages and bonuses, and other benefits are paid according to performance. There is no uniform standard. Therefore, the company's employee welfare system is relatively unsound, which aggravates the antagonism among employees at different levels in the company, dampens the morale of grass-roots employees, and the company's benefits are declining. As the enterprise's benefits cannot be improved, the employee's welfare will be reduced accordingly, which will form a vicious circle in the long run and ultimately affect the company's development.
[bookmark: _GoBack]The model used in this article is the Maslow Needs Model. Only by addressing the psychological needs of employees and understanding what kind of benefits they truly want can employees be motivated to work and ensure the healthy development of the company. Maslow's hierarchy of needs is a motivational theory in psychology that includes a five level model of human needs, often depicted as levels within a pyramid. From the bottom up of the hierarchy, needs are: physical (food and clothing), safety (job security), social needs (friendship), respect, and self-fulfillment. This five stage model can be divided into insufficient demand and increased demand. The first four levels are commonly referred to as defect requirements (D requirements), while the highest level is referred to as growth requirements (B requirements).
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[bookmark: _Toc25531]3 Main discussion
Due to the instability of the international situation and the change of the national economic situation, it is very difficult for a small enterprise to survive and grow. Company A is faced with the dilemma of not being able to expand the company's scale. One of the most important issues is the enthusiasm of employees. The implementation of employee welfare in Company A will help employees increase their recognition and professionalism of Company A and be willing to better serve the enterprise.
There are three benefits of implementing employee benefits in Company A:
（1） Attract excellent employees and improve work morale and cohesion
Excellent employees are the backbone of the development of small and medium-sized enterprises. At present, the attraction of stable wage level to excellent employees is gradually reduced, while good welfare benefits highlight competitive advantages. The people-oriented business philosophy and good welfare treatment can help employees reduce their worries, establish a sense of common honor and disgrace with the enterprise, raise work morale, and enhance the internal cohesion of the enterprise.
[bookmark: _Toc20635]（2） An important means to retain talents
High salary only reflects the relationship between supply and demand of human resources market in the short term, while welfare reflects the long-term commitment of small and medium-sized enterprises to employees. The purpose of employee welfare is also to provide some risk protection for employees, so as to eliminate their worries and improve their enthusiasm. At the same time, good welfare benefits can retain many highly mobile employees and avoid the continuous development of the enterprise due to excessive staff turnover
（3） Stimulate employees and improve economic benefits of enterprises
A complete employee welfare security plan can effectively meet the multi-level needs of employees, promote employees' awareness of long-term service and improve employee loyalty, make employees feel satisfied with their work sincerely, and then stimulate employees' self-conscious behavior. To enable enterprises to get more benefits for employees and higher profits at the same time, reflect the enterprise's love and care, which is conducive to the realization of long-term goals of small and medium-sized enterprises.











[bookmark: _Toc18305]4 Conclusions
（1） [bookmark: _Toc7597]Lack of fairness
The current welfare regulations formulated by Company A have an average tendency, which causes the employees of the enterprise to take the inclusiveness of the enterprise's welfare as a part of the compensation paid by the enterprise and take it for granted, resulting in the weakening of the incentive effect of the welfare, which is not the concern of the enterprise for the employees at all(Maheshkumar.2021). It is difficult to effectively improve employees' satisfaction with the enterprise, which also greatly reduces employees' enthusiasm for work, and will also lead to an accelerated increase in enterprise costs(Shammari.2021). In addition, many enterprises only pay attention to the welfare of "senior employees", attach great importance to the welfare plans related to the senior managers in the enterprise, and downplay the welfare of the middle and lower level employees, which aggravates the antagonism among the employees at all levels in the company and dampens the morale of the grass-roots employees.
（2） [bookmark: _Toc20544]Welfare cost is too high
The welfare cost of employees is a problem that almost every small and medium-sized enterprise will encounter. Welfare expenditure has a great impact on the labor costs of small and medium-sized enterprises(Hormat.2020). For this reason, Company A has previously used the method of employing temporary workers or part-time workers to reduce the cost pressure caused by welfare(Bong Jae, 2016). At the same time, with the growth of the company's size, the cost of welfare statistics, accounting and management also increased. In addition, the increase of welfare items and the increase of scope also increased the cost of enterprises.
（3） The reward form is single, ignoring the internal reward
The internal compensation of the enterprise mainly includes participation in decision-making, greater responsibility, personal growth opportunities, greater work freedom and discretion, and diversified activities. Compared with large and medium-sized enterprises, small and medium-sized enterprises such as Company A have a relatively simple form of employee welfare incentives, ignoring the internal compensation of employees(Kelly.2011). Some employees of enterprises have almost fixed wages, and have not won some internal rewards for extra efforts or good benefits, resulting in a gradual loss of work motivation and greatly reduced work efficiency.

（4） Enterprises and employees have a confused understanding of welfare
Some enterprises do not know which welfare is in the charge of the enterprise, the welfare needs of employees and the corresponding social welfare and national welfare before formulating the welfare system, so they only blindly and passively formulate some welfare plans, which lack rationality and implementation effect (Singhapakdi, 2008). At the same time, the employees of the enterprise lack the understanding of welfare treatment and have not participated in the process of welfare policy formulation. They only pay attention to whether the enterprise provides welfare protection and have a half-understanding of the type, duration and scope of application of the benefits provided (Peng.2022).
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5 Recommendations
The trend of economic globalization, the wave of enterprise mergers and acquisitions, and the deepening of market reform urge small enterprises like Company A to pay more attention to the value of talents (Liu.2022). Employee welfare has a unique function in strengthening the emotional hub of employees, attracting and retaining excellent employees. Therefore, Company A should take positive measures to ensure its competitive advantage and sustainable development.

（1） Adopt "differential treatment"
Company A should abandon the "general system of preferences" and instead implement "differential treatment", requiring employees to strive to win benefits, in order to give full play to the incentive role of benefits (Liu.2022). Currently, many small and medium-sized enterprises have divided the benefit mix between senior and ordinary employees, and different categories of employees. For example, we have sorted out and summarized a total of 20 directions for employee welfare needs regarding the differential treatment of benefits for sales personnel, technical personnel, and functional management personnel (Li.2021).
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（2） Implement "self-service benefits"
Self-service welfare refers to letting employees choose the content and structure of the welfare plan they like, so that they can meet the different needs of employees and also meet the various needs of the same employee for welfare in different periods, and the incentive effect is more significant (Zhang.2021). It mainly includes personal property insurance, paid leave, housing allowance, food and beverage allowance, transportation allowance, training and education allowance, entertainment and leisure, as well as related event condolences, family social activities, holiday services and other items (Sun.2021). The biggest advantage of these self-help benefits is that they can provide employees with multi-level needs, maximize the effectiveness of benefits, greatly improve the satisfaction of employees and highlight the humanistic care of enterprises.

[bookmark: _Toc25739]（3） Try "soft benefits"
Company A can develop personalized non-cash benefits in line with the actual situation. Its biggest feature is to replace traditional cash or in-kind benefits with projects that coordinate the relationship between employees' work, body, mind and life (Wang.2021). This "soft welfare", on the one hand, shows the humanistic care of small and medium-sized enterprises under the strict management system, reflects the business philosophy of the enterprise and the meticulous care for the employees of the enterprise, on the other hand (Fu.2021), with the help of cultural and sports activities, it excavates the health awareness of the employees, relieves the occupational pressure of the employees, and strengthens the physique of the employees.

（4） The establishment of the welfare cost constraint mechanism
The establishment of the welfare cost constraint mechanism need to consider two factors. One is that the higher the cost of the welfare treatment project, the greater the opportunity to save the cost of the welfare treatment (Yin.2021). The other is to pay attention to the growth trend of the welfare treatment project, that is, the cost of some welfare treatment projects is currently acceptable, but its growth rate may cause the enterprise to bear huge costs in a certain period of time in the future. Enterprises should actively establish a mechanism to constrain welfare costs, estimate the largest and possible total welfare costs and the proportion of annual welfare costs to total wages through sales or profits, and then formulate corresponding welfare cost plans.

（5） Improve employee communication participation
Due to cost constraints, the welfare level of small and medium-sized enterprises is difficult to gain an advantage in the industry, and enterprises cannot improve their competitive advantage by constantly expanding their welfare (Zhang.2021). Therefore, managers in enterprises should make employees clearly understand the company's welfare plan, specific content and relevant management through welfare instructions (Clark, 2002), welfare manuals, small meetings and other methods, so that employees can fully understand their own benefits and how to use them. At the same time, enterprises should continue to improve the effectiveness of welfare communication (Blau, 2001) let employees actively participate in the design of the welfare system, and improve their sense of belonging and satisfaction.

[bookmark: _Toc26981]（6） Adopt flexible welfare plan
Due to the different age, gender, income level and family status of employees, their wage requirements and welfare needs will also be different (Meliss, 1996). For example, older employees pay more attention to some hidden benefits such as pensions and medical insurance, while younger employees may be more interested in some monetary benefits such as high wages, bonuses and paid leave. Therefore, enterprises can establish a flexible welfare system according to the different needs of employees, reduce the absenteeism rate and turnover rate of employees to a certain extent, and save the cost management of welfare benefits(Mark L.1994).
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